This study examined the influence of gender on job satisfaction among university library professionals in Sri Lanka. Survey design was adopted for the study. The general objective of the study was to evaluate the effect of gender differences on the level of job satisfaction among the professional staff of the university libraries in Sri Lanka. Five parameters were considered. They were work, co-workers, compensation, promotion and supervision. The population of the study consisted of 125 library professionals of 15 universities under the University Grants Commission in Sri Lanka. All members of the population were given the opportunity to participate in the study. A semi-structured questionnaire was used as the main data collection instrument. The response rate was 64%. Cronbach's alpha values of all variables are above 0.6 (work: 0.764, co-workers: 0.864, compensation: 0.661, promotion: 0.614 and supervision: 0.963). The instrument used to measure each variable in the current study is reliable and all the items are positively correlated to one another. The mean of job satisfaction of all aspects: work; co-workers; compensation; promotion and supervision is higher in Females (0.9200, 0.8021, 0.6521, 0.6667, 0.7243) than males (0.7277, 0.6406, 0.5250, 0.3854, -0.0052). The results indicated that there is a significant difference of job satisfaction between male and female university library professionals only in the "supervision" parameter. The overall job satisfaction of both male and female (3.77) university library professionals is equal. However, equal treatment to both genders will help to achieve higher satisfaction levels. The findings of the study will be helpful for librarians and administrators to develop a motivated and productive workforce for organizational success.
Introduction
The library is an important unit of the university to fulfill the information needs of academic staff and students of the university by providing information resources required for the educational and research programs. User satisfaction is the main purpose of the library. Therefore, the library professionals in the university should play an important role and it is essential to maintain a high level of job satisfaction among the library professionals in order to provide commendable library service to the user community. If they are not satisfied with their job, it directly affects the organization because no organization can successfully achieve its goal and mission unless and until those who constitute the organization is satisfied with their jobs. There are numerous definitions for the perception of job satisfaction. Job satisfaction is generally defined as a person's evaluation of his/her job and work context. Job satisfaction is a result of an individual's perception and evaluation of their job influenced by their own unique needs, values and expectations (Sempane, Rieger & Roodt, 2002) . Somvir and Kaushik (2012) defined the job satisfaction as an emotional response to a job situation which cannot be seen, it is only be inferred and simply how the people feel about their job and different aspects of it and it refers to the way one feels about events, rewards, people, relation and amount of mental gladness on the job. Hulin and Judge (2003) noted that job satisfaction includes multidimensional psychological responses to one's job, and that such responses have cognitive (evaluative), affective (emotional), and behavioral components.
If the employees who cannot meet their expectations with regard to their jobs, it becomes dissatisfied and this dissatisfaction decreases the quality and the productivity of the organization for which he or she works. Job satisfaction of librarians is essential to rendering better library services to users. Besides, the level of job satisfaction of the librarians affects the user satisfaction too. At an international level, several researchers (Kaba, 2017; Khan, Masrek & Nadzar, 2017; Sultana & Begum, 2012; Somvir & Kaushik, 2012; Hsu, 2009; Karim, 2008) carried out studies on the job satisfaction of university library professionals with the relationship of sex, age, tenure, education, etc.
Haque, Karim, Muqtadir, and Anam (2012) described through their study that the factors affecting job satisfaction can be categorized into personal and organizational factors and personal factors are age, gender, religion and race. Leadership, organizational change and technological innovation, continuous professional development (CPD), recruitment, rotation, retention, working environment, communication and commitment, salary and stress are the organizational factors.
Job satisfaction of library professionals is essential and a fundamental determinant of the development and organization of the service because in general all are efficient, when they are satisfied with their jobs. It has been revealed by researchers (Nadjla & Hasan, 2009; Ogunlana, Okunlaya, Ajani, Okunoye, & Oshinaike, 2013; Wahba, 1975; Amune, 2014; Memon & Jena, 2017) that job satisfaction of library professionals was affected by the gender. In situations, where either gender is dissatisfied with their jobs, it could have an adverse effect on the smooth running of the library leading to absenteeism, high rate of staff turnover and low productivity. Therefore, the level of job satisfaction of library professionals with the effect of sex difference is questionable and there is also a risk for declining status of job satisfaction among the professional librarians in universities. The current study is focusing the job satisfaction with the gender of the professionals in university libraries in Sri Lanka. The level of job satisfaction of the professional staff of the university libraries of Sri Lanka was evaluated with five parameters namely; work, co-workers, compensation, promotion and supervision. The information and understanding of job satisfaction of university library professionals' is very important. If there are differences and similarities of job satisfaction associated with sex differences, then it is critical to understand what they specifically are and where the variations are greatest. This study aims at bridging the part of this the gap by production of the comprehensive picture on job satisfaction in respect to sex differences of university library professionals in Sri Lanka. Job satisfaction of the librarians will affect the quality of the service they render and it is the condition of establishing a healthy organizational environment in an organization or a library. It is important for a person's motivation and contribution to production. The data generated of this study will be helpful for librarians and administrators to understand the level of job satisfaction of the university library professionals based on the sex differences and the reasons for it. The set of guidelines that have been desired based on the findings would be useful to develop a motivated and productive workforce for organizational success by enhancing the level of job satisfaction of the professional staff of the university libraries in Sri Lanka.
Research Objectives
In order to find out the level of impact of selected five parameters on the job satisfaction among male and female university library professionals of Sri Lanka and the differences and similarities on the job satisfaction among male and female university library professionals of Sri Lanka, the study aimed to:
i. Identify the level of job satisfaction between male and female university library professionals in Sri Lanka ii. Evaluate the effect of gender differences on the level of job satisfaction among the professional staff of the university libraries in Sri Lanka with five parameters namely: work; coworkers; compensation; promotion and supervision iii. Examine the impact of the gender differences on the overall job satisfaction among the professional staff of the university libraries in Sri Lanka
Further, following null hypotheses are tested in this study. Ho1: There is no difference in the level of job satisfaction between male and female university library professionals presently in the workforce. Hoa: There is no difference in the level of job satisfaction between male and female university library professionals presently in the workforce in the perception of the work performed. Hob: There is no difference in the level of job satisfaction between male and female university library professionals presently in the workforce in the perception of co-workers. Hoc: There is no difference in the level of job satisfaction between male and female university library professionals presently in the workforce in the perception of compensation.
Hod: There is no difference in the level of job satisfaction between male and female university library professionals presently in the workforce in the perception of promotion. Hoe: There is no difference in the level of job satisfaction between male and female university library professionals presently in the workforce in the perception of supervision.
Literature Review
Job satisfaction of employees of an organization is essential for the organizational success. Job motivation, organizational commitment, performance, turnover and absenteeism have a direct impact on an organizational effectiveness (Singh & Tiwari, 2011; Kim, 2001; Hussin, 2011; Medina, 2012; Kehinde, 2011) .
There are many motivational theories that evolved throughout the last 70 years. These theories are important to build a better workforce of an organization. These include Maslow's hierarchy of needs theory, Herzberg's two factor theory, Discrepancy theories, Adams equity theory and McClelland's need theory, etc. There are theories; feminist theory, gender equity theory, to describe the nature of gender differences too.
Abraham Maslow proposed that employees' needs determine their level of job satisfaction and classified human needs into five different levels such as physiological needs (eating, drinking, resting, etc.), security needs (pension, health insurance, etc.), the need to love (good relation with the environment, friendship, fellowship, to love and to be loved), need for self-esteem (selfconfidence, recognition, adoration, to be given importance, status, etc.) and need of self-actualization (maximization of the latent power and capacity, development of abilities, etc.) (Maslow, 1943 ).
Herzberg's two factor theory and Maslow's hierarchy of needs theory are in contrast. Herzberg's theory was built upon two separate sets of conditions, satisfiers and dis-satisfiers. Herzberg's two factor theory is based on a study of accountants and engineers. As a result of this study, it identified that job satisfaction was associated with positive intrinsic sources related to the content of the job such as achievement, recognition, work itself, responsibility, and advancement which Herzberg termed motivators. Job dissatisfaction stemmed from negative extrinsic sources relating to the context of the job such as company policy, administration, supervision, salary, recognition and relation with supervisor and peers which were labelled as hygiene factors (Wickremasinghe, 2011) .
The Discrepancy theory describes that job satisfaction is a result of a comparison between the perception of the current situation and some standard of comparison (Boyd, Huang, Jiang, & Klein, 2007) . Adams equity theory suggests that persons who work in an organization compare themselves with others in an equivalent position to determine if they are being treated fairly.
Therefore, there are various kind of research done by scientists in various part of the world that show and support the fact that there are a large number of the factors that are playing a very vital and an important role in affecting the job satisfaction. These parameters or factors can be related to the organization called as the organizational factors followed by the work environmental factors, personal factors and many more.
An employee's overall satisfaction with his job is the result of a combination of factors. In this study, only five key parameters have been selected because work, co-workers, compensation, promotion and supervision are considered as the most significant parameters that contribute to the job satisfaction. In this study a personal factor, gender is used as the independent variable.
Many researchers have been carried out to examine the job satisfaction of university librarians with the effect of sex differences. Findings regarding sex differences are inconsistent. Some studies (Nadjla & Hasan, 2009; Ogunlana et al., 2013; Wahba, 1975) investigated that males are more satisfied than females, but some studies (Amune, 2014) investigated the opposite: females are more satisfied than males. Some researchers (Ghiasi & Limoni, 2015; Onuoha, Samuel & Ojo, 2014; Mirfakhrai, 1991; Somvir & Kaushik, 2012; Wong & Heng, 2009 ) have reported that there are no differences between sexes regarding job satisfaction. Adio and Popoola (2010) investigated that there is a significant relationship between gender and career commitment of librarians in federal university libraries in Nigeria and the further stated that librarians were dissatisfied with physical working conditions, job recognition, job security, promotion, social status, wages, social services, authority, and responsibility. Ogunlana et al. (2013) affirmed that there is a significant difference in job stress between male and female librarians in the same working environment. Mirfakhrai (1991) studied correlates of job satisfaction among librarians in the U.S. and the study investigated that academic librarians in both smaller and larger libraries had a positive perception of their jobs and there was no significant relationship between sex of academic librarians and their overall satisfaction in both sized libraries. Wahba (1975) compared the job satisfaction of male and female librarians in 23 academic libraries and the results indicated that women are more dissatisfied than men in the perception of security, esteem, autonomy and self-actualization with the exception of social needs. The study further stated that male librarians give more importance to the personal development and free decision making in their jobs than the female librarians.
There are only a handful of studies (Thirunavukarasu, 1994; Amarakoon, 1995; Kuruppu, 1998; Wijeweera, 2004) carried out on job satisfaction of professional staff of university libraries of Sri Lanka. Among these researchers, the studies (Amarakoon, 1995; Wijeweera, 2004) have taken "sex" as a dependent variable to evaluate the job satisfaction of university librarians with limited sample size. Job satisfaction of both professionals and paraprofessionals of agricultural libraries in Sri Lanka was studied by Wijeweera (2004) and the result indicated that females are more attracted to the library profession than males. A lot of changes have been taken place since that time. This study aims at evaluating the job satisfaction of university library professionals in Sri Lanka with the impact of sex based on five parameters which have not been attempted by the previous researchers.
Methodology
This study aims at identifying the impact of gender for the level of job satisfaction of the university library professionals including all members of academic staff of the library (i.e. Librarian, Deputy Librarian, Senior Assistant Librarian Grade I, Senior Assistant Librarian Grade II, and Assistant Librarian) presently in the workforce. There are many factors influenced for the job satisfaction. In this study, only five key parameters have been selected: because work, co-workers, compensation, promotion and supervision are the main key parameters that affect for the job satisfaction. Therefore, the current study aims at identifying the impact of gender based on five parameters which have not been attempted by the previous researchers.
These five parameters have been treated as dependent variables and sex differences (male/female) are the independent variables. The survey research design was adopted for this study. A quantitative methodology was selected for this study to measure job satisfaction of the respondents relating to five satisfaction dimensions. Survey method has been used for this study since 12 th December 2013 to 21 st January 2014. The study population was made up of 125 library professionals of 15 universities under University Grants Commission (UGC) in Sri Lanka (UGC, 2015) . Sampling was enumerative as all members of the population were given the opportunity to participate in the study. Therefore, the sample size (125) of the study is equal to the population size. A self-administered semi-structured questionnaire was used as the data collecting instrument. In addition, a pilot study was carried out with the participation of six library professionals in the Main Library, University of Kelaniya, Sri Lanka during the first week of December 2013.
The survey instrument was divided into 2 main sections; 'A' (Demographic information) and 'B' (Job satisfaction with regard to work, coworkers, compensation, promotion, supervision) . Section A targeted to obtain the data on demographic information of the respondents while section B targeted to obtain the participants' preferences on job satisfaction with regard to work, coworkers, compensation, promotion and supervision. Section A was composed with 5 questions (i.e. A1 for age, A2 for gender, A3 for working experience, A4 for job title and A5 for the highest professional qualification) and section B was subdivided into 3 sub sections (i.e. B1, B2 and B3). B1 was composed with 5 main categories with 28 statements (i.e. B1.1 for work including 8 statements or items, B1.2 for coworkers including 6 statements or items, B1.3 for compensation including 5 statements or items, B1.4 for promotion including 3 statements or items and B1.5 for supervision including 6 statements or items) using a 5-point Likert scale as the rating mechanism from Strongly agree to No opinion. B2 was to make additional comments of the respondents on 5 key dimensions of job satisfaction and B3 was to mention the overall job satisfaction of the respondents.
The data were organized using Excel 2013 and SPSS (Statistical Package for the Social Sciences) version 16 has been used to analyze the data in order to achieve the research objectives via answering the research questions. Data were analyzed using descriptive and inferential statistics. Cronbach's alpha coefficient was estimated to use as the measure of internal consistency indicator of reliability and Independent Samples Test was used for statistical testing to determine the differences among males and females.
Results
Out of 125 copies of the questionnaire distributed, 80 were retrieved with the response rate of 64%. Out of 80 respondents of the current study, 48 (60%) were females and 32 (40%) were males.
Reliability Analysis
Cronbach's alpha (α) is the most widely used objective measure of reliability among variables. A commonly accepted range of the Cronbach's alpha value for scale items with the level of reliability (internal consistency) (George & Mallery, 2003) is: α ≥ 0.9 Excellent; 0.7 ≤ α <0.9 Good; 0.6 ≤ α <0.7 Acceptable; 0.5 ≤α <0.6 Poor; α <0.5 Unacceptable. Cronbach's alphas were calculated for the job satisfaction scores using the sample of the study (N=80) as in Table 1 . It denotes that Cronbach's alpha values of all variables are above 0.6 ranged from 0.614 to 0.963. Cronbach's alpha for the supervision score was greater than 0.9 (0.963), indicating an 'excellent' level of reliability (internal consistency) of the results. Cronbach's alpha for the work score was 0.764 and co-workers score was 0.864, indicating a "good" level of reliability of the results. The Cronbach's alpha values of both compensation and promotion were 0.661 and 0.614 respectively and the level of reliability of results is acceptable. 1.5 I have the resources I need to do my job.
1.6 I have skills to perform my duties efficiently and effectively.
1.7 I receive the right amount of recognition for my work.
1.8 I get the fullest support from the University administration to perform my duties.
2.0
Job Satisfaction: Co-workers 0.864 2.1 I am satisfied with the work performance of the fellow staff.
2.2
There is good cooperation among members of my workgroup.
2.3
My fellow staff communicate sufficiently with me.
2.4
My subordinates are honest & obedient.
2.5
They are concerned about my work.
2.6
It is easy to work with my subordinates 
5.2
My supervisor's guidance is helpful for me to perform my work.
5.3 I get clear instructions from my supervisor.
5.4
My supervisor guides me to perform at my best.
5.5 I receive the appreciation, guidance & encouragement from my supervisor whenever it is needed. 5.6
Generally, my supervisor does a good job.
The instrument used to measure each variable in the current study is reliable and all the items are positively correlated to one another. Further, it is internally consistent. Hence, the reliability of the job satisfaction scores is not a limitation of the current study. Table 2 and Figure 1 indicate that the mean of job satisfaction of all aspects; work, co-workers, compensation, promotion and supervision is higher in Females (0.9200, 0.8021, 0.6521, 0.6667, 0.7243) than males (0.7277, 0.6406, 0.5250, 0.3854, -0.0052) respectively. The difference between male and female of library professionals in the perception of supervision is slightly higher than other perceptions (work, co-workers, compensation). Table 3 indicates the statistics for "supervision" and Figure 2 shows the error bar of mean value of supervision by gender. Results of the independent sample test is presented in Table 4 .
Satisfaction with Job Satisfaction Scores

95% CI Mean value of supervision Gender
Male Female Hoe:
In the perception of supervision, the sig. of Levene's Test for Equality of Variances is 0.000 and the relevant sig. (2-tailed) is 0.010, less than 0.05. Therefore, the null hypothesis of Hoe can be rejected.
The results indicated that there is a significant difference of job satisfaction between male and female university library professionals only in the "supervision" parameter, whereas no gender differences existed in other four parameters. Statistically, in the perception of supervision, the female (0.7243, SD = 0.83) university library professionals have a significantly larger average job satisfaction than males (-0.0052, SD =1.37) as indicated in Table 3 .
The Level of Job Satisfaction
The mean for the level of job satisfaction on gender are shown in Table 5 and Figure 3 . Only females (6.25) responded that they are fully dissatisfied. The level of job satisfaction indicated as "dissatisfied to some extent", "average" and "satisfied to some extent" by males (6.25, 25, 46.87 According to the descriptive statistics, the mean value for the overall job satisfaction is 3.77 both in males and females. Although there are some differences, the overall job satisfaction of both male and female university library professionals is equal.
Discussion
The female university library professionals have a larger average job satisfaction on "supervision" than males. There are some differences between male and female university library professionals in other parameters: work; coworkers; compensation and promotion, but statistically, there are no any significant differences between male and female university library professionals. These distinctions and similarities are very important to create stronger and productive workforces. Especially, library administrators should have the great responsibility to avoid job dissatisfaction due to gender discrimination. Gender discrimination is a constraint for job satisfaction and the job satisfaction is an important factor in academic library management.
Conclusion and Recommendations
There is a significant difference of job satisfaction between male and female university library professionals only in the "supervision" parameter, whereas no gender differences existed in other four parameters (work, co-workers, compensation and promotion). There are some variations among males and females on the level of job satisfaction, but considering the overall job satisfaction both have the equal level of job satisfaction.
Library administrators should treat equally for each gender in order to avoid job dissatisfaction due to gender discrimination. The opportunities or facilities such as scholarships, training programs (local/ foreign), conferences, seminars, workshops, etc. should be introduced equally for male and female university librarians. They should be encouraged to do research and facilitated to conduct or organize academic activities such as workshops, training programs, seminars, and lectures for their professional development. The university administrators should facilitate to provide good working environment to the library academics to enhance their job efficiently and effectively without gender bias. Job rotation can be recommended to both academic and non-academic staff of the library. Especially the supervision should be done equally for each gender. Regular feedback, better guidance and encouragement by the supervisors are very important in improving the job performance. They should be acknowledged about the modern methods of human resource management.
The same study can be carried out for the librarians in non UGC universities, institutions, school and public libraries in Sri Lanka. The level of job satisfaction can be evaluated by other variables such as working experience, educational qualifications and job title, etc. The study can be extended to investigate the job satisfaction of librarians with related to other job satisfaction parameters such as working environment, policies, job security, status, achievement, responsibility, advancement, etc.
